The workforce of an enterprise consists of employees of various ages with different personality types. Members of each generation differ not only in their behaviour, but also in their attitudes and opinions. A manager should identify generational differences. Subsequently, the management style, leadership and employee motivation should be adapted forasmuch as well-motivated employees are able to affect the efficiency of enterprise processes in right way. The objective of the paper is to identify differences in perception of the preferred level of corporate culture in terms of various generations. Preferred level of corporate culture in six areas is evaluated using a questionnaire consisting of 24 questions. Sixty-four European transport enterprises are engaged in the survey. Following the outcomes, we find that all generations of respondents working in the European transport enterprises prefer clan corporate culture in the course of five years. This culture puts emphasis on employees, customers and traditions. Loyalty and teamwork are considered to be the essential tools for business success. Following the statistical verification using the ANOVA test, we can state that the hypothesis regarding the existence of generational differences in the perception of corporate culture was not confirmed.
Introduction
New technology and increasing globalisation reflect in the changing nature of work [1, 2] . Rising demand for product quality can be seen in order to meet customer needs at the highest level [3, 4] . Economy relies upon intellectual abilities more than upon physical labour. In the context of personnel management, work with people in various areas plays a key role [5] . Managers at all levels are required to learn new skills. Their main task is to define a way of managing employees of various age groups that will result in contribution of the employees to the enterprise goals and achieving a higher level of employee performance. Each generation has its particularities, unique standards and different culture as well as behaviour; therefore, the managing process is extremely demanding.
Making an effective connection between communication and workforce means the ability to overcome cultural barriers in the work environment. Organizational culture comprises the fundamental values, assumptions, and beliefs held in common by members of an organization [6] . It is stable, socially constructed, and subconscious. Employees impart the organizational culture to new members, and culture influences in large measure how employees relate to one another and their work environment. Theorists propose that organizational culture is among the most critical barriers to leveraging new knowledge and implementing technical innovation [7] .
A corporate culture represents behaviour and feelings of employees in the work environment. Moreover, it represents values shared by the organization members and passed down through the benefits society. Moreover, performing a meaningful and fulfilling job is more important for them than a payslip [42] .
Generation X (1965) (1966) (1967) (1968) (1969) (1970) (1971) (1972) (1973) (1974) (1975) (1976) (1977) (1978) (1979) (1980) grew up in the era of major technological innovations. Its members have been active in their workplaces over the past 30 years and form a large part of employment statistics [39] . This generation works to live rather than lives to work. Moreover, the higher rate of blended families (stepfamilies) while growing up results in their behaviour based on independence. Thus, employees of this generation are independent, autonomous and self-sufficient, and, although they show strong feelings of loyalty to their families and friends, they are not too loyal to their employers [41] . Additionally, they are more willing to adapt, even though they are often distrustful and pessimistic about authority [36] . They prefer to work independently and work-life balance is an important factor for them, but they consider personal goals to be more important than work goals [43, 44] . In spite of being mostly individualistic, they like teamwork. Values essential for them may include lifelong learning, skill development, feedback or flexible plans. Due to the fact that young age of this generation is connected with technologically advanced environment, they prefer jobs with this kind of environment available [45] .
The name "Baby Boomers" arose from an enormous increase in birth rates between 1946 and 1964 [41] . This generation grew up in times of economic growth and its members experienced many historical events and political upheavals of the post-war period. Therefore, these individuals are ambitious and highly competitive. They put an emphasis on their organizations and the loyalty to them, and are more likely to remain in the same workplace for most of their lives [39] . As well as, they have a strong work ethic, focus on tasks [43] and are often considered to be workaholics believing that hard work and sacrifice are the price for success. Although they want their success to be recognized, continued feedback may offend them. They are also open, liberal, avoid conflicts and their values include healthy lifestyle, personal growth, personal satisfaction, and job security [41] .
The generation of "Veterans" belongs to a period affected by The Great Depression and the Second World War. Its members are disciplined and conservative with a sense of duty, formality and top-down management. Such employees need to be respected and participate in decision-making process based on how work was performed in the past. They are loyal, firmly committed to teamwork and cooperation [41] . In addition, they are characterized by traditional values, detailed workplace orientation, hard work, resistance to change and a low risk threshold as well as experience, willingness to listen, respect for authorities, adherence to rules and respect towards an organizational structure [45, 46] .
As age increases, people acquire knowledge, experience and skills that influence their opinions, values, convictions, attitudes, preferences and goals. Various research studies [35] [36] [37] [38] [39] [40] [41] [42] [43] [44] [45] confirm the existence of differences among individual generations. When taking into account the generational differences in terms of corporate culture, it is necessary to emphasise that the values and experience appreciated by each generation are various. Therefore, their work habits, general attitude towards life and work vary as well. Besides that, approach to education, motivation, collaboration with colleagues and obtaining new information of each generation are different [46, 47] . The main objective of the paper is to identify particular differences in the perception of preferred level of corporate culture in terms of generations. Successful leader should be familiar with the features of each generation, should be able to communicate with their members effectively, understand the importance of diversities and increase the efficiency in a workplace because satisfied, motivated and engaged employees have the abilities to affect the enterprise performance in positive way [36] .
Materials and Methods
The research aimed at corporate culture was conducted in various transport enterprises during 2015-2017 (Table 1 ). In total, 1159 respondents from 64 companies operating on the European transport market were engaged in the research in total (Czech Republic, Lithuania, Hungary, Germany, Poland, Portugal, Austria, and Slovak Republic). The OCAI (Organizational Culture Assessment Instrument) questionnaire was used in the research. OCAI is based on the Competing Values Framework model [47] . The framework is a synthesis of organizational theories, and posits that most organizations can be characterized along two dimensions, each representing alternative approaches to basic challenges that all organizations must resolve in order to function [48] . Two basic dimensions are flexibility versus control and internal versus external focus. Their combination resulted in four types of culture: clan, adhocracy, hierarchical and market [49] . The corporate culture content is detected through six components, i.e., Dominant Characteristics, Organizational Leadership, Management of Employees, Organization Glue, Strategic Emphases, and Criteria of Success. The components are examined by four statements corresponding to Alternative A, B, C, and D. These four criteria/alternatives characterize the basic values according to which the organization is assessed. Each statement corresponds to one of the four culture types [49] . An example item from the Clan scale is "The organization is a very personal place. It is like an extended family. People seem to share a lot of themselves". An example item from the Adhocracy scale is "The organization is a very dynamic and entrepreneurial place. People are willing to stick their necks out and take risks". An example item from the Hierarchy scale is "The organization is a very controlled and structured place. Formal procedures generally govern what people do". An example item from the Market scale is "The organization is very results-oriented. A major concern is with getting the job done. People are very competitive and achievement-oriented" [50] . While completing the questionnaire, the respondents were to evaluate the future direction of corporate culture of their organization. Respondents expressed their opinion on the most important factors in terms of corporate performance. They allocate 100 points according to the description of the organisation given in the statement. Following the applied methodology, all partial results are presented in tables and figures. Tables 2-7 present the highest score achieved in each of six surveyed fields, based on the employee perception ranked into the appropriate age categories. Since the important differences in numerical series are much more understandable when they are recorded in charts, for better comparison of preferred values in terms of age of respondents, the achieved results are transformed into Figures 1-6 . The overall corporate culture profile represents the final output of the OCAI methodology. It provides an overview of the underlying assumptions and operating values in the analysed European transport enterprises (Table 8 and Figure 7 ). There are no right and wrong responses as there is no "good" and "bad" corporate culture [49] . These four cultures are proposed as archetypes. In reality, organizations are expected to reflect all four cultures to some degree. The Competing Values Framework does not specify a preferred organizational culture, and there are many competing hypotheses about what cultures or combinations of cultures are superior and under what conditions [51] . However, a fundamental supposition of the Competing Values Framework is that all four cultures operate at an organizational level and remain relatively stable over time [48] . Furthermore, all four cultures are hypothesized to permeate most facets of the organization, from the comportment of its managers, to the values that bind employees to one another, to the priorities the organization pursues. Therefore, one expects the dominant culture to manifest itself in the views of employees at all levels of the organization [47, 48] . The OCAI [49, 52] provides a diagnostic assessment of culture based on an examination of core values, shared assumptions, and common approaches to work. It is a classification approach to culture [54] , and was designed to identify existing organizational culture as a prelude to cultural change. While acknowledging that the quantitative measurement of culture is controversial (e.g., [54] ), Cameron and Quinn [49] claimed that the OCAI's use of quantitative data gathered from multiple individuals within the organization, tapping into the core values and related assumptions woven into the organization, can provide a realistic representation of its culture. In order to identify particular differences in the levels of corporate culture in terms of distribution of respondents by age the following tools were used: descriptive statistics, averages, dispersions, standard deviations, p-level and analysis of variance. Obtained results are presented in Tables 9 and 10 .
Empirical Results
In total, 1159 respondents from transport enterprises in Europe were engaged in the research aimed at statistical verification of the existence of significant differences in the respondents' opinions. The research was conducted using the ANOVA test. Respondents were asked to respond to the 24 items based on their perceptions of ideal organisational practices [50] . Then, respondents distributed 100 points between four statements to indicate organizational relevance. In the first studied field (Dominant Characteristics), respondents of all ages agreed and the highest importance attached to alternative A. The highest average score is highlighted in bold in Table 2 . Therefore, over the next five years, the tools typical of Alternative A should be applied to the transport enterprises, i.e., collaboration, teamwork, participation and communication. The enterprise itself is perceived as a family rather than a business entity. Comparison of generational differences in dominant characteristics is illustrated in Figure 1 as well. Tables 9 and 10 .
In total, 1159 respondents from transport enterprises in Europe were engaged in the research aimed at statistical verification of the existence of significant differences in the respondents' opinions. The research was conducted using the ANOVA test. Respondents were asked to respond to the 24 items based on their perceptions of ideal organisational practices [50] . Then, respondents distributed 100 points between four statements to indicate organizational relevance. In the first studied field (Dominant Characteristics), respondents of all ages agreed and the highest importance attached to alternative A. The highest average score is highlighted in bold in Table 2 . Therefore, over the next five years, the tools typical of Alternative A should be applied to the transport enterprises, i.e., collaboration, teamwork, participation and communication. The enterprise itself is perceived as a family rather than a business entity. Comparison of generational differences in dominant characteristics is illustrated in Figure 1 as well. Organizational Leadership was the second component examined. The outcomes are shown in Table 3 and Figure 2 . Alternative A was preferred by respondents of Generation Y. Following the research methodology, Organizational Leadership is characterized as a way of its demonstrating through a counsellor, an assistant and/or a caretaker, who should focus more on cooperation and communication. On the contrary, Generation X and Baby Boomers prefer collaboration, organization and performance, with senior executives striving for smooth, stress-free running of all enterprise processes in their future leadership. Alternative D was preferred. Timeliness, effectiveness, coherence and consistency are important as well. Organizational Leadership was the second component examined. The outcomes are shown in Table 3 and Figure 2 . Alternative A was preferred by respondents of Generation Y. Following the research methodology, Organizational Leadership is characterized as a way of its demonstrating through a counsellor, an assistant and/or a caretaker, who should focus more on cooperation and communication. On the contrary, Generation X and Baby Boomers prefer collaboration, organization and performance, with senior executives striving for smooth, stress-free running of all enterprise processes in their future leadership. Alternative D was preferred. Timeliness, effectiveness, coherence and consistency are important as well. The OCAI methodology was used to examine the Management of Employees as the third component. Alternative A was the most preferred one when examining Management of Employees (Table 4, Figure 3 ). The highest average values were attached to this alternative. According to opinions of all respondents at all ages, the factors typical of Alternative A such as teamwork and cooperation should be the decisive factors over the next few years.
Following the outcomes presented in Table 5 and Figure 4 , it can be concluded that, in the fourth analysed field represented by the Organization Glue, employees working in European transport companies preferred Alternative A. Therefore, corporate policy, well-established rules, innovation or development are not as significant as loyalty and mutual trust, which belong among the most preferred factors "gluing" (bonding and putting) employees together in the transport enterprises. The OCAI methodology was used to examine the Management of Employees as the third component. Alternative A was the most preferred one when examining Management of Employees (Table 4, Figure 3 ). The highest average values were attached to this alternative. According to opinions of all respondents at all ages, the factors typical of Alternative A such as teamwork and cooperation should be the decisive factors over the next few years.
Following the outcomes presented in Table 5 and Figure 4 , it can be concluded that, in the fourth analysed field represented by the Organization Glue, employees working in European transport companies preferred Alternative A. Therefore, corporate policy, well-established rules, innovation or development are not as significant as loyalty and mutual trust, which belong among the most preferred factors "gluing" (bonding and putting) employees together in the transport enterprises. Strategic Emphases in the transport enterprises are evaluated in Table 6 and Figure 5 . Following the respondents' opinions, the strategies of such companies should be focused on human development, high trust, openness and inertial cooperation, which are the factors typical of Alternative A. Strategic Emphases in the transport enterprises are evaluated in Table 6 and Figure 5 . Following the respondents' opinions, the strategies of such companies should be focused on human development, high trust, openness and inertial cooperation, which are the factors typical of Alternative A. Strategic Emphases in the transport enterprises are evaluated in Table 6 and Figure 5 . Following the respondents' opinions, the strategies of such companies should be focused on human development, high trust, openness and inertial cooperation, which are the factors typical of Alternative A. When taking into consideration the Criteria of Success, Alternative A was preferred by all generation groups. Obtained results are summarized in Table 7 and Figure 6 . Respondents from all generations stated that teamwork, together with human resource development, should be the criteria in the centre of attention of the transport enterprises in order to build their success on over the next five years.
All generations agreed that clan corporate culture should prevail in the European transport enterprises in the future (see Table 8 and Figure 7) . The Clan culture archetype is reminiscent of Wallach's [55] supportive culture archetype, and is delineated by the flexibility and internal focus aspects of the OCAI's continua. It is considered to be representative of a family-style organization, wherein members of the organization are involved in decision making, and teamwork is an important aspect of work [49, 52] . Clan culture involves sharing values and goals, a "we consciousness", team thinking, and instead of rules and precisely defined work procedures, it is characterized by teamwork, employee engagement programmes and corporate commitment to employees. A long-term benefit of each individual development journey is emphasized. Great significance is attributed to coherence, morality and work environment and success is seen in relation to the inner environment and solicitude for people [49] . Based on other research studies, clan cultural values have an orientation towards collaboration and combine an emphasis on flexibility and internal maintenance [56, 57] . Clan cultural values have an orientation toward collaboration and combine an emphasis on flexibility and internal maintenance [56, 57] . Organizational practices in Clan cultures focus on strengthening the sociotechnical systems, developing human capital, and building cohesion and commitment. A key underlying assumption of this culture type is that employee development, engagement, and commitment lead to organizational success [56] . The firm encourages leadership styles that are supportive and people-oriented [57] , such as mentors and team builders [56] . When taking into consideration the Criteria of Success, Alternative A was preferred by all generation groups. Obtained results are summarized in Table 7 and Figure 6 . Respondents from all generations stated that teamwork, together with human resource development, should be the criteria in the centre of attention of the transport enterprises in order to build their success on over the next five years.
All generations agreed that clan corporate culture should prevail in the European transport enterprises in the future (see Table 8 and Figure 7) . The Clan culture archetype is reminiscent of Wallach's [55] supportive culture archetype, and is delineated by the flexibility and internal focus aspects of the OCAI's continua. It is considered to be representative of a family-style organization, wherein members of the organization are involved in decision making, and teamwork is an important aspect of work [49, 52] . Clan culture involves sharing values and goals, a "we consciousness", team thinking, and instead of rules and precisely defined work procedures, it is characterized by teamwork, employee engagement programmes and corporate commitment to employees. A long-term benefit of each individual development journey is emphasized. Great significance is attributed to coherence, morality and work environment and success is seen in relation to the inner environment and solicitude for people [49] . Based on other research studies, clan cultural values have an orientation towards collaboration and combine an emphasis on flexibility and internal maintenance [56, 57] . Clan cultural values have an orientation toward collaboration and combine an emphasis on flexibility and internal maintenance [56, 57] . Organizational practices in Clan cultures focus on strengthening the sociotechnical systems, developing human capital, and building cohesion and commitment. A key underlying assumption of this culture type is that employee development, engagement, and commitment lead to organizational success [56] . The firm encourages leadership styles that are supportive and people-oriented [57] , such as mentors and team builders [56] . The same outcomes as were achieved in this research study were also observed in the company People Express Airlines, which is an example of one of the most dramatic successes in history. Clan culture dominated in this company as well. The company began operating in April 1981 and was the major airline in 1984 (with revenues exceeding two trillion US dollars) [58] . Clan corporate culture as well as hierarchy culture dominated the research study conducted from January 2013 to March 2014 in New Zealand in the area of senior healthcare [59] . The findings of Turkish research show that the Turkish construction industry was dominated by firms with a mixture of clan and hierarchy cultures [60] . On the other hand, a study conducted in a Japanese company (Tokyo) showed that market culture followed by adhocracy culture is associated with better performance, as opposed to clan and hierarchy cultures which relates to poor performance [61] . Following the study conducted by Russian firms we can see that the ability to adapt and engage (i.e., typical of adhocracy and clan corporate cultures) together with flexible orientation are the most relevant features of efficiency in the Russian context. Within the US context, however, market corporate culture is important [62] . Other studies point out that adaptability, typical of adhocracy corporate culture, is more linked to performance [63] [64] [65] . Research studies show that different corporate cultures have different effects on performance as well. The same outcomes as were achieved in this research study were also observed in the company People Express Airlines, which is an example of one of the most dramatic successes in history. Clan culture dominated in this company as well. The company began operating in April 1981 and was the major airline in 1984 (with revenues exceeding two trillion US dollars) [58] . Clan corporate culture as well as hierarchy culture dominated the research study conducted from January 2013 to March 2014 in New Zealand in the area of senior healthcare [59] . The findings of Turkish research show that the Turkish construction industry was dominated by firms with a mixture of clan and hierarchy cultures [60] . On the other hand, a study conducted in a Japanese company (Tokyo) showed that market culture followed by adhocracy culture is associated with better performance, as opposed to clan and hierarchy cultures which relates to poor performance [61] . Following the study conducted by Russian firms we can see that the ability to adapt and engage (i.e., typical of adhocracy and clan corporate cultures) together with flexible orientation are the most relevant features of efficiency in the Russian context. Within the US context, however, market corporate culture is important [62] . Other studies point out that adaptability, typical of adhocracy corporate culture, is more linked to performance [63] [64] [65] . Research studies show that different corporate cultures have different effects on performance as well. No statistically significant differences in the perception of corporate culture in terms of generations were observed, even in the partial analysis of individual preferred components (Table 9) ; and, when regarding the preferred corporate culture in the European transport enterprises, no statistically significant differences were recorded either (see Table 10 ). Table 9 . Statistically significant differences in perceiving partial preferred components of corporate culture in terms of generations. No statistically significant differences in the perception of corporate culture in terms of generations were observed, even in the partial analysis of individual preferred components (Table 9) ; and, when regarding the preferred corporate culture in the European transport enterprises, no statistically significant differences were recorded either (see Table 10 ). Table 9 . Statistically significant differences in perceiving partial preferred components of corporate culture in terms of generations. 
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Conclusions
Following actual research studies conducted in the area of corporate culture in manufacturing as well as in service sector businesses [66] [67] [68] [69] , generational differences in the opinions on corporate culture can be stated. In total, 1159 employees working in the European transport companies were engaged in the research aimed at the verification of differences in the perception of preferred level of corporate culture in terms of generations owing to the fact that diversity in terms of generations was proven by several research studies [42, [70] [71] [72] [73] [74] [75] [76] defining differences in opinions, values, attitudes or goals associated with individual generations. In the early stages of working life (until the age of 25), employees preferred highly competitive environment. Employees up to 35 years old prefer personal development. On the other hand, at the age of 55+, serenity, work safety, recognition, benefits and advancement become more motivating for employees [77] . Compared to the older generation, the younger one is more flexible, more energetic, with a higher level of education and language skills. Therefore, their career progression is faster even in other countries as well. On the other hand, practice is another important factor and it is missing [78] .
Following the outcomes of the research, we can state that the respondents in European transport enterprises do not show any existence of generational differences in corporate culture. European transport enterprises are specific in comparison to other business sectors, where employees have an opportunity for horizontal or vertical career growth. On the other hand, organizational structure in transport enterprises is fixed (manager-white collar worker-driver) and the job position cannot be changed. Employees are hired for the specific job position and there is no opportunity for career growth. They are aware of the fact that they are expected to do the same job position over the course of their working life. Therefore, they accept clan corporate culture as the most suitable type of corporate culture for them. The same opinion is presented in the survey of veterans. Approximately 70% of them reported that they would like to stay with their current organization for the rest of their working life [79] . That is why we can state that attitudes of employees towards corporate culture are the same and do not change at all ages. Thus, our hypothesis was not confirmed, especially because of the specific features of the transport enterprises in comparison to businesses in other sectors.
The research was conducted in enterprises throughout Europe (Western, Central, and Eastern Europe). Results in individual national cultures were not significantly important; therefore, we state that issue of generational differences in transport enterprises is the same, regardless of the national culture.
